Tracking Chart 2003 Eddie Bauer, Vietnam 020084998B by Fair Labor Association
The factual information set forth on the Tracking Charts was submitted to the FLA by each Independent External Monitor and Participating Company and reviewed by FLA staff.  It is being made 
available to the public pursuant to the FLA Charter in order to strengthen the monitoring process. The FLA Charter provides for regular public disclosure of the factual results of independent 
monitoring and the resulting specific actions taken by Participating Companies. 
 
What is a Tracking Chart?  
 
Compliance is a process, not an event. A Tracking Chart outlines the process involved in FLA independent external monitoring and remediation. It is used by the accredited independent external 
monitor, the participating company and the FLA staff to do the following:  
 
 Record Findings: The independent external monitor uses the Tracking Chart to report noncompliance with FLA Code standards. The monitor should also cite the specific Code 
benchmark or national/local law that was used to measure compliance.  
 Report on Remediation: The FLA participating company uses the Tracking Chart to report on the remediation program that was implemented in order to resolve the noncompliance and 
prevent any future violations.  
 Evaluate Progress: The FLA uses the Tracking Chart for purposes of collecting and analyzing information on the compliance situation of a particular factory and for publication on our 
website. This information is updated on an ongoing basis. 
 
What a Tracking Chart is NOT - 
 
 An exhaustive assessment of factory conditions 
 
Working conditions - in any type of workplace - are dynamic. Each Tracking Chart represents a survey of the factory’s conditions on a specific day. Over time, a fuller picture emerges as 
we compile information from various sources to track the compliance progress of a factory. 
  
 A pass or fail evaluation 
 
The Tracking Charts do not certify whether or not factories are in compliance with the FLA Code. Monitoring is a measurement tool. The discovery of noncompliance issues is therefore not 
an indication that the participating company should withdraw from a factory. Instead, the results of monitoring visits are used to prioritize capacity building activities that will lead to 
sustainable improvements in the factory’s working conditions.  
 
• A one-time event  
 
Each monitoring visit is followed by a remediation program, further monitoring and remediation in an ongoing process. The Tracking Charts are updated accordingly. 
 
 
 
 
Note on Language 
Please be advised that because FLA independent external monitors are locally-based and English is generally not their native language, the language presented may at times appear unclear to a 
reader who is a native English speaker. In order to preserve the integrity of the transparency process and the information we receive, our policy is to publish the original text from the monitor and 
participating company. However, the reader will note that we have taken the precaution to remove any identifying information about the factory that was monitored or the workers interviewed.  
 
For example, in cases where monitors and/or participating companies have cited the actual number of workers in reference to a noncompliance issue, in order to protect the workers’ identities, we 
have replaced the numbers with generic wording in brackets (i.e. “[some]”, “[worker interviews revealed that]”,etc.).   
 
We do not disclose the name of the factory that was monitored in order to ensure that the FLA’s efforts to encourage and reward transparency do not have detrimental consequences for the 
factory and the workers.  
 
Instructions for Printing 
The information contained in the Tracking Charts is organized by columns and rows in a table format. Due to the number and width of the columns, the charts have been formatted for legal size 
(8.5 x 14in.) paper. To print the charts, please make sure to select “legal” size paper from Print properties. 
Country
Factory name
IEM
Date of audit
Days in the facility
PC(s)
Number of workers
Product(s)
Production processes
FLA Code/ Compliance issue Legal Reference FLA Benchmark Monitor's Findings Documentation Best Practice PC remediation 
plan
Target 
Completion 
Date
Factory Response Documentation Best Practice
1. Code Awareness
Worker/management awareness of 
Code
FLA Principles of Monitoring, Obligations of 
Companies:  Ensure that all Company factories as 
well as contractors and suppliers inform their 
employees about the workplace standards orally and 
through the posting of standards in a prominent place 
(in the local languages spoken by employees and 
managers) and undertake other efforts to educate 
employees about the standards on a regular basis. 
Codes are posted, but awareness, communication and training are low. 
17 [of] 28 interviewed workers said that they have not received CoC 
training; (only received paper materials).
Management 
Interview 
Record review  
Worker interview
Retraining on 
code awareness 
to be conducted.  
Retraining on code 
awareness conducted.  
Training materials and 
pictures provided.  12-
18-03
Presentation and 
training materials.  
Attendee list for 
training.
Confidential non-compliance reporting 
channel
FLA Principles of Monitoring, Obligations of 
Companies:  Develop a secure communications 
channel, in a manner appropriate to the culture and 
situation, to enable Company employees and 
employees of contractors and suppliers to report to 
the Company on noncompliance with the workplace 
standards, with security that they shall not be 
punished or prejudiced for doing so.
Internal channels exist, allowing workers to reach Union or Management 
via HR & Compliance Team.  No independent channels exist to the PC.
Management 
Interview 
Record review  
Worker interview
Provide 
independent 
channel for 
workers to access 
[PC].
May-04 Factory no longer has 
business with [PC].
3. Child Labor
Legal compliance for juvenile workers Article 119, Article 122 of Labor Code, Article 17. 
Decree No. 197/CP dated Dec 31, 1994. Juvenile 
worker is under 18 years of age. Work must not 
exceed 7 hours per day (42 hours/week), no 
overtime work, Juvenile workers assigned to work 
the same job as normal workers will receive the 
same wage, Annual leave: 14 days/year.
Employers will comply with applicable laws that apply 
to young workers, i.e., those between the minimum 
working age and the age of 18, including regulations 
relating to hiring, working conditions, types of work, 
hours of work, proof of age documentation, and 
overtime
At least 2 young workers (under 18 years old) are working for canteen 
subcontractor, where they serve meals for two work shifts without 
observing special treatment policies for juveniles required by law.
Management 
Interview 
Record review  
Worker interview
Observe legal 
requirements for 
juvenile workers.
Supporting documents 
provided to observe 
juvenile workers local 
requirements. 12-18-
2003
Documents 
received.
Letter to legal 
department.
5. Nondiscrimination
Document Maintenance/ Accessibility All documents required to be available to workers and 
management by applicable laws (such as policies, 
MSDS, etc.) shall be made available in the prescribed 
manner and in the local language or language spoken 
by majority of the workers if different from the local 
language
MSDS sheets were available in English, but not in local language.  MSDS 
for acetone was not available. MSDS sheets posted in chemical store, but 
not in work areas such as spot cleaning section, disposal areas or kept on 
file in clinic.  
Visual inspection
Record review
MSDS to be 
translated into 
local language.  
Post in all 
appropriate areas.  
MSDS translated into 
local language.  Posted 
in all appropriate areas.  
12-18-2004.
Documents and 
pictures received.
MSDS in 
Vietnamese.  
Pictures.
Safety Equipment All safety and medical equipment (such as fire 
fighting equipment, first aid kits, etc.) shall be in 
place, maintained as prescribed and accessible to the 
employees
Fire extinguishers are adequate, but not all properly maintained.  Despite 
regular inspection checks some were discharged or not maintained.  
Visual Inspection All fire 
extinguishers to 
be re-serviced.  
All fire extinguishers re-
serviced.  12-18-2003
Documents/Pic-
tures received
Service 
docs/pictures.
6. Health and Safety
2.Forced Labor 
Employers will provide a safe and healthy working environment to prevent accidents and injury to health arising out of, linked with, or occurring in 
the course of work or as a result of the operation of employer facilities
No person will be subject to any discrimination in employment, including hiring, salary, benefits, advancement, discipline, termination or retirement, 
on the basis of gender, race, religion, age, disability, sexual orientation, nationality, political opinion, or social or ethnic origin.
There will not be any use of forced labor, whether in the form of prison labor, indentured labor, bonded labor or otherwise
FLA Monitoring Visit Profile
No person will be employed at an age younger than 15 (or 14 where the law of the country of manufacture allows) or younger than the age for 
completing compulsory education in the country of manufacture where such age is higher than 15.
Cutting, sewing, embroidery, laundry
Findings
Vietnam
020084998B
Global Standards
September 11-2003
Remediation
Every employee will be treated with respect and dignity.  No employee will be subject to any physical, sexual, psychological or verbal harassment 
of abuse.
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Eddie Bauer
2560
Garment knit tops
4. Harassment or Abuse
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FLA Code/ Compliance issue Legal Reference FLA Benchmark Monitor's Findings Documentation Best Practice PC remediation 
plan
Target 
Completion 
Date
Factory Response Documentation Best Practice
Findings Remediation
Chemical Management All chemicals and hazardous substances should be 
properly labeled and stored in accordance with 
applicable laws.  Workers should receive training, 
appropriate to their job responsibilities, in the safe 
use of chemicals and other hazardous substances
Some chemical containers in storage, production and disposal  storage 
were not labeled or lacked warning labels.  Disposal area for chemical 
containers behind the canteen contained a disorderly pile of chemical 
cans, many unlabeled and/or unsealed. 
Visual Inspection All chemicals to be 
properly labeled.  
Designated area 
to be provided for 
chemical storage.  
All chemicals properly 
labeled.  Designated 
area for chemical 
storage.  12-18-2004.
Documsnts/pic-
tures received.
Pictures.
Right to Freely Associate Workers will have the right to establish and, subject 
only to the rules of the organization concerned, to join 
organizations of their own choosing without previous 
authorization.  The right to freedom of association 
begins at the time that a worker seeks employment, 
and continues through the course of employment
Factory has a Union, established in compliance with local regulations. 
CBA is under negotiation.        
Management 
Interview 
Record review 
Worker interview
Right to Freely Associate Workers will have the right to establish and, subject 
only to the rules of the organization concerned, to join 
organizations of their own choosing without previous 
authorization.  The right to freedom of association 
begins at the time that a worker seeks employment, 
and continues through the course of employment
Union fee is deducted monthly from workers’ salary without workers’ 
consent. 21 out of 28 interviewed workers said that Union fees were 
automatically deducted, 3000vnd for Union dues upon signing labor 
contract. No signed authorization or application form to join Union. Some 
workers who had not joined union also had monthly deduction from 
salary.
Monitor found no signed record for union membership and staff confirmed 
that new workers who are ready to sign labor contract are automatically 
listed on the notice board for union dues deduction. Union membership 
has become automatic and not voluntary. 
Management 
Interview 
Record review 
Worker interview
Union 
membership and 
deduction to be 
voluntary.
Announcement of 
voluntary union 
membership and 
deduction issued.  
Workers signature 
obtained for 
agreement. 12-18-03
Documents 
received.
Written 
announcement 
with employee 
signatures.
8. Wages and Benefits
Legal benefits Official Letter No. 131 BHXH/CDCS dated Jan. 15, 
2003 and Decision 1629/LDTBXH-QD dated Dec. 
26, 1996 identified sewing job is under Group IV 
Job category which shall have 5 month maternity 
leave. 
Employers will provide all legally mandated benefits 
to all eligible workers
Facility did not provide 5 months maternity leave to workers as required 
by Law, only 120 days (according to article 12 of the Factory Rules Book) 
.
Record review 
Worker interview
Management 
interview
6 months/legal 
requirement for 
maternity leave 
necessary.
Policy revised with 
written announcement 
to communicate to 
workers.  10-20-03
Documents 
received.
Written 
announcement 
with employee 
signatures.
Legal benefits VN Labor Code, Ch.10, Article 115:  An employer 
must not allow a female employee who is seven 
months or more pregnant or currently raising a 
child under twelve (12) months old to work 7 hours 
per day with full pay, no overtime or at night.
Employers will provide all legally mandated benefits 
to all eligible workers
Nursing Mothers: 268 Workers – [****] did not receive 7hrs/day with full 
pay, working 8hrs/day with normal pay as per law.  Management pledged 
to correct this in closing meeting.
Record review 
Worker interview
Management 
interview
Observe legal 
requirement for 
nursing mothers.
Policy revised with 
written announcement 
to communicate to 
workers.  10-20-03
Documents 
received.
Written 
announcement 
with employee 
signatures.
Accurate recording of wage 
compensation
Circular 114/ 2002/ND-CP dated Dec. 31, 2002 
giving detail instruction for implementation of 
relevant provision of Labor Code about wage.
All hourly wages, piecework, bonuses, and other 
incentives will be calculated and recorded accurately
Night shift pay: 34 out of 39 cases of reviewed records, workers worked 1 
hour from 21:00-22:00pm without paying 30% of normal rate as per law. 
Management states that this schedule system is done with the agreement 
of union and local authorities and provided letter to this effect from the 
Industrial Park authorities.
Record review 
Worker interview
Management 
interview
Obtain approval 
from legal 
departments to 
indicate legality of 
night shift 
agreement.
1/30/04 Pending
Employers will recognize and respect the right of employees to freedom of association and collective bargaining
Employers recognize that wages are essential to meeting employees’ basic needs. Employers will pay employees, as a base, at least the 
minimum wage required by local law or the prevailing industry wage, whichever is higher, and will provide legally mandated benefits
7. Freedom of Association and Collective Bargaining
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FLA Code/ Compliance issue Legal Reference FLA Benchmark Monitor's Findings Documentation Best Practice PC remediation 
plan
Target 
Completion 
Date
Factory Response Documentation Best Practice
Findings Remediation
Accurate benefit compensation According to Decision 14, Decree 44/2003/ND-Cp 
dated May 9, 2003 the training, probation period 
are included into worker employment period for 
seniority & beneficial entitlements.
According to Article 32 of the Labor Code and 
Article 7 of Decree 44 /2003/ND-Cp dated May 9, 
2003, the probation period is not longer than 30 
days for employees who have intermediate training 
level and 60 days for university level.
All employees will be credited with all time worked for 
an employer for purposes of calculating length of 
service to determine the benefits to which workers 
are entitled
Management does not sign an agreement with workers who are under the 
21 day apprenticeship period. This period was not counted into seniority 
for workers’ employment. 2 of 2 interviewed trainees did not know how 
long the training period would last and were waiting to sign "another" 2 
month training/probation contract before entering into a labor contract.
20 out of 28 interviewed worker said that they joined production line after 
1 to 2 weeks in training center, under 2 months signed apprenticeship 
(also called probation) during which they worked some overtime, before 
entering into a labor contract.
Record review 
Worker interview
Management 
interview
Follow legal 
requirements for 
all workers.  
Retrain workers 
on company 
policies.
No apprentice to be 
hired. Retraining 
performed for all 
workers on company 
policy.
Documents/pictur
es received.
Training 
documents/  
attendee list.
9. Hours of Work
 
Overtime Limitations Labor Code, Article 69:  An employer and an 
employee may agree on additional working hours 
provided that the number of additional hours 
worked is no more than four hours a day or two 
hundred (200) hours annually, except in a number 
of special cases where the number of additional 
hours worked is no more than three hundred (300) 
hours annually as stipulated by the Government 
after consulting the Vietnam General 
Confederation of Labor and representatives of 
employers.
Labor Code, Article 72: In every week, each 
employee shall be entitled to a break of at least 
one day (twenty four consecutive hours).
Except in extraordinary business circumstances, 
employees will (i) not be required to work more than 
the lesser of (a) 48 hours per week and 12 hours 
overtime or (b) the limits on regular and overtime 
hours allowed by the law of the country of 
manufacture or, where the laws of such country will 
not limit the hours of work, the regular work week in 
such country plus 12 hours overtime; and (ii) be 
entitled to at least one day off in every seven day 
period.  An extraordinary business circumstance is a 
temporary period of extra work that could not have 
been anticipated or alleviated by other reasonable 
efforts
Legal OT work limits:
2 out of 50 workers worked from 340.5 to 498 OT hrs in 10 months from 
Nov. 2002 to Aug. 2003.
FLA OT work Limits:
7 out of 50 workers worked  from 52 up to 92 OT hrs for OT work in Nov. 
2002; 11 out of 50 workers worked OT from 52 up to 92 OT hrs for OT 
work in Dec. 2002; 6 out of 50 workers worked from 52 up to 83 OT hrs in 
Jan. 2003.
Record review & 
Worker interview
Reduce hours of 
work to comply 
with FLA code and 
law requirements.
On-going. 2 shifts 
established to reduce 
working hours.
Overtime Limitations
Labor Code, Article 72: In every week, each 
employee shall be entitled to a break of at least 
one day (twenty four consecutive hours).
Except in extraordinary business circumstances, 
employees will (i) not be required to work more than 
the lesser of (a) 48 hours per week and 12 hours 
overtime or (b) the limits on regular and overtime 
hours allowed by the law of the country of 
manufacture or, where the laws of such country will 
not limit the hours of work, the regular work week in 
such country plus 12 hours overtime; and (ii) be 
entitled to at least one day off in every seven day 
period.  An extraordinary business circumstance is a 
temporary period of extra work that could not have 
been anticipated or alleviated by other reasonable 
efforts
No one day off every seven:
18 out of 50 workers worked 8 hrs (1 Sunday) in Nov. 02; 10 out of 50 
workers worked 16 hrs (2 Sundays) in Nov. 02; 9 out of 50 workers 
worked 24 hrs (3 Sundays) in Nov. 02; 33 out of 50 workers worked 8 hrs 
(1 Sunday) in Dec. 02. 
Record review & 
Worker interview
Guarantee a 7th 
day rest to comply 
with FLA code and 
law requirements.
On-going. 2 shifts 
established to reduce 
working hours.
Reduce Mandated OT The employer will demonstrate a commitment to 
reduce mandated overtime and to enact a voluntary 
overtime system to meet unforeseen situations
Management has been working on reducing overtime work & Sunday 
work for several months and has created a system to track individual 
worker OT accumulated hrs in a year. Production has been arranged in 2 
shifts per day.  Management said it was committed to system of voluntary 
OT.
Management 
Interview 
Commitment to 
enact voluntary 
overtime system 
to be in place
Unknown.  Factory 
became inactive in PC 
system with no future 
business.
Voluntary OT Overtime hours worked in excess of code standard 
will be voluntary
Involuntary OT work:  Interviewed worker said workers will receive a 
discipline letter if they refuse OT after already signing voluntary OT sheet 
in advance. Management agreed to organize a meeting & work with 
supervisors to stop this practice promptly.
Management 
Interview 
Record review & 
Worker interview
Reduce hours of 
work to comply 
with FLA code and 
law requirements.
Unknown.  Factory 
became inactive in PC 
system with no future 
business.
10. Overtime Compensation
Miscellaneous
In addition to their compensation for regular hours of work, employees will be compensated for overtime hours at such premium rate as is legally 
required in the country of manufacture or, in those countries where such laws will not exist, at a rate at least equal to their regular hourly 
compensation rate.
Except in extraordinary business circumstances, employees will (i) not be required to work more than the lesser of (a) 48 hours per week and 12 
hours overtime or (b) the limits on regular and overtime hours allowed by the law of the country of manufacture or, where the laws of such country 
will not limit the hours of work, the regular work week in such country plus 12 hours overtime; and (ii) be entitled to at least one day off in every 
seven day period
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